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I examine the consequences of envy and feeling envied in my dissertation. In the first part 
of my dissertation, I explore envy at the dyadic level and its effects on interpersonal behaviors 
and how workplace ostracism might influence these relationships. Data from a two-wave study 
(Study 1) indicated that ostracism moderated the relationship between envy and pro-social 
behavior and the relationship between envy and social undermining. In particular, envy led to 
increased pro-social behavior and reduced social undermining for employees who feel more 
ostracized, but not for employees who feel less ostracized. The results suggest that envious 
employees who feel more ostracized at work may respond in a socially functional and adaptive 
manner by helping and not undermining others. In the second part of my dissertation, I examine 
whether people mispredict their affective reactions to being the target of envy. Envied targets 
might mispredict how envious others perceive them because they are upward comparison targets 
who might elicit positive or negative perceptions from envious others. This might then result in 
envied targets engaging in interpersonal strategies to manage the envy of others. I explore if 
people who feel envied mispredict how positively others view them. Results from two studies 
(Study 2 and 3) show that people who feel envied underestimate how positive envious others 
perceive them. The findings suggest that heightened interpersonal sensitivity towards envious 
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Chapter 1 – Introduction 
It is widely agreed that social comparison is frequent and ubiquitous. People often 
compare themselves to others in the course of daily social interactions. Given that many people 
spend a large majority of their time in the workplace than in other life domains (Muchinsky, 
2003), it is reasonable to assume that social comparison processes are rife in organizational life. 
Indeed, the features of organizational life (e.g. promotions, salary increases, performance 
evaluations etc) invite peer-based social comparisons, especially when employees have close 
interpersonal relationships and have high levels of task interdependence (Duffy, Shaw, & 
Schaubroeck, 2008). 
Due to the nature of organizational systems (e.g. competitive reward structures, market-
based compensation systems), employees are likely to engage in upward social comparisons and 
people tend to have different affective reactions when they encounter upward comparison events 
(Smith, 2000; see Greenberg, Ashton-James, & Ashkanasy, 2007). One potentially important 
upward comparison emotion meriting attention in organization research is the experience of envy 
(Vecchio, 1995). Envy is an unpleasant emotion that arises when people engage in unfavorable 
social comparison with others and is thought to be a universal emotional experience for most 
people (e.g., Foster, 1972; Schoeck, 1969). In my dissertation, I examine the interpersonal 
consequences of envy at the workplace.  
Given that organizations often design systems that induce envy in order to motivate 
employees to greater levels of performance (Stein, 2000), it is important for managers to strive to 
create and maintain the conditions that facilitate envy’s positive consequences. Despite its 
importance, envy remains relatively under-researched in organizational sciences. Although most 
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organizational scholars acknowledge the central role that emotions play in the workplace, 
organizational envy is seen as destructive and dysfunctional (Ashforth & Humphrey, 1995). 
Neglecting the role of envy at the workplace limits our understanding of its consequences across 
multiple domains and levels of analysis (e.g., individual performance, group dynamics, incentive 
systems).   
Although envy has been typically shown to lead to negative outcomes (Duffy, Scott, 
Shaw, Tepper, & Aquino, 2012; Smith & Kim, 2007), it can also lead to positive outcomes 
(Cohen-Charash, 2009; Schaubroeck & Lam, 2004). Envy is an aversive emotion (Vecchio, 
1995). Thus, people are motivated to avoid aversive emotions like envy by using strategies to 
reduce its unpleasantness (Baumeister, Heatherton, & Tice, 1994; MacDonald & Leary, 2005) 
and these strategies can either lead to negative or positive outcomes. Recently, some scholars 
have proposed a parsimonious view of envy that integrates these two contrasting perspectives of 
envy and argued that envy can lead to both positive and negative interpersonal consequences, 
contingent on key psychological factors (Tai, Narayanan, & McAllister, 2012). Building on this 
integrative view, I examine how workplace ostracism, a negative interpersonal experience, may 
affect the relationship between envy and interpersonal behaviors in my dissertation.  
As envy is a social emotion embedded within a social system, from a dyad to a larger 
social group, the effects of envy do not only affect the envious but also the envied. In order to 
have a holistic understanding of envy, we need to consider not only the envious but also the 
envied. The experience of being envied can be both pleasant and unpleasant (Foster, 1972). 
Indeed, the broader literature on upward social comparisons has highlighted the ambivalence 
associated with being an upward comparison target – being an upward comparison target may be 
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privately satisfying, but it can also be a source of interpersonal strain (Exline & Lobel, 1999; 
2001). Besides exploring envy, I also examine how targets of envy think envious others perceive 
them in my dissertation.  
The experience of being envied is an important area of study because it is likely to be 
associated with interpersonal outcomes. Given that envy is typically associated with negative 
interpersonal consequences (Smith & Kim, 2007), it follows that envied targets may bear the 
brunt of pain of envious parties. Indeed, expanding envy research to include the envied can 
enhance the ability of organizations to anticipate interpersonal and job issues at the workplace. 
My dissertation examines how envied targets perceive how envious others view them. In 
particular, I explore whether people who feel envied mispredict how positively envious others 
view them. 
Overview of dissertation 
 The first part of my dissertation examines the relationships between envy and 
interpersonal outcomes. In Chapter 3, I explore how envy occurring at the level of the dyad may 
affect pro-social behaviors and social undermining directed at the envied target. I also examine 
how workplace ostracism, a negative interpersonal event, may moderate the effects of envy on 
both target-directed pro-social behaviors and social undermining. To test these relationships, I 
conducted a two-wave survey study with a testing and assessment company (Study 1). 
The second part of my dissertation investigates the meta-perceptions of feeling envied. 
As compared to the envious party, the situation of being an envied target may be more socially 
and emotionally complex. Being the target of envy has the potential to be both desirable and 
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undesirable (Foster, 1972; Rodriguez Mosquera, Parrott, & Hurtado de Mendoza, 2010). The 
desirability of being the target of envy is aligned with self-enhancement motives whereas the 
undesirability of being the target of envy is aligned with the framework of sensitivity about being 
the target of a threatening upward comparison. These two theoretical frameworks may offer 
different predictions about whether people who feel envied mispredict how positively others 
view them. I discuss these theoretical frameworks in Chapter 4 and test whether individuals who 
feel envied underestimate or overestimate how positively envious others view them in two 
studies (Study 2 and Study 3).  
Contributions of dissertation 
The study on envy and interpersonal behaviors aim to advance the theoretical and 
empirical literature on envy and ostracism in three ways. First, existing research tends to 
examine situational envy, general envy towards others in an environment involving multiple 
referents, and its downstream effects on interpersonal citizenship behaviors and social 
undermining towards generalized others (e.g., Duffy & Shaw, 2000; Duffy et al., 2012; Kim, 
O’Neill & Cho, 2010). In contrast, the present study examines target-specific envy at a dyadic 
level, involving specific individuals as referents (Cohen-Charash, 2009; Tai et al., 2012) and its 
effects on both negative and positive interpersonal behaviors directed towards the envied target. 
Second, I demonstrate that envy may not necessarily predict negative interpersonal behaviors 
when the negative aspect of envy is removed from its measurement. Third, I consider how envy 
and ostracism, both negative work experiences, can have independent and interactive effects on 
pro-social behavior and social undermining directed at the envied target.  
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The study on meta-perceptions of feeling envied also contributes to the literature on 
feeling envied in two ways. First, extant research on the experience of being envied is scant and 
the current study may provide some insight into the social cognitive processes behind the 
experience of feeling envied. Second, recent research finds that people may fear the feeling of 
being envied (van de Ven, Zeelenberg, & Pieters, 2010) but little is known about the 
psychological mechanisms behind why that is the case. Furthermore, research has shown that 
individuals who feel envied often behave better and attempt to deflect attention from themselves 
in order to appease the envious parties (Rodriguez Mosquera et al., 2010). My study may unravel 
the psychological mechanisms that may partially explain why people fear the feeling of being 
envied and why envied targets often try to appease envious parties.  
Structure of dissertation 
 The dissertation is structured as follows. In Chapter 2, I provide a definition of envy and 
an overview of the literature on envy. In Chapter 3, I develop my hypotheses on the effects of 
envy on pro-social behaviors and social undermining and how it may be moderated by ostracism. 
I present results from an organizational study (Study 1). I also discuss limitations and future 
research directions. In Chapter 4, I explore the meta-perceptions of feeling envied and develop 
my hypotheses on whether people mispredict how positively others view them in two studies 
(Study 2 and Study 3). I discuss my results as well as the study limitations and future research 
directions. Finally in Chapter 5, I provide a summary of my findings, discuss future research 




Chapter 2 – Envy  
 “Envy need not be something ugly. Envy can include admiration and is reconcilable with 
the friendliest feelings for the person envied”  
Freud, (1929). 
In 1929, Sigmund Freud, arguably the grandfather of psychoanalysis, wrote to Albert 
Einstein, congratulating him on his fiftieth birthday. Previously, Einstein had been awarded the 
Nobel Prize for physics in 1921. Freud had always wanted a Nobel Prize but never had that 
honor conferred on him. In this brief correspondence, Freud reminded Einstein that he is nearly a 
quarter of a century older and congratulates the younger man on his great fortune. Einstein 
replied, “Although you may have slipped into the skins of so many people, and even of mankind 
itself, you have had no opportunity to slipping into mine!”(Grubrich-Simitis, 1995, p. 117). In 
acknowledging the double edge of expressions of goodwill, Freud replied, “Envy need not be 
something ugly. Envy can include admiration and is reconcilable with the friendliest feelings for 
the person envied.” (Grubrich-Simitis, 1995, p. 117). Indeed, Freud’s opening quote seems to 
describe envy that is benign and constructive where it can inspire people to strive or surpass the 
envied target. In spite of the potential benefits that envy can accrue, it has been traditionally 
treated as a primarily negative emotion of a destructive nature.  
Envy: A definition 
 Early Greek philosophers thought of envy as pain experienced on account of another’s 
good fortune (cf. Plato, 2007/360 BCE). The traditional perspective of envy views it as an “an 
unpleasant and often painful blend of feelings characterized by inferiority, hostility, and 
 7 
 
resentment caused by a comparison with a person or group of persons who possess something we 
desire” (Smith & Kim, 2007: 49). A similar definition of envy is that “envy arises when a person 
lacks another’s superior quality, achievements, or possession and either desires it or wishes that 
the other lacked it” (Parrott & Smith, 1993: 908). In line with these definitions of envy, Tai et al. 
(2012) outlined a more focused definition of envy as pain at another person’s good fortune 
arising from unfavorable or upward social comparison. I adopt Tai et al.’s (2012) definition in 
my dissertation. 
Traditional view of envy  
 The traditional view of envy aligns it with a negative action tendency of trying to bring 
down the envied target and for them to lose their superior advantage. Envy defined in this 
manner has been studied as an episodic emotion (Cohen-Charash & Mueller, 2007; Salovey & 
Rodin, 1984), as a situational emotion (Duffy et al., 2012; Kim, O’Neill & Cho, 2010) and as an 
individual difference (Smith, Parrott, Diener, Hoyle & Kim, 1999). Empirical research based on 
these three approaches systematically associates envy with negative attitudes and behavior. As 
an episodic emotion, envy is associated with hostility towards and reduced desire for friendship 
with envied parties (Salovey & Rodin, 1984). Envious people are less willing to share 
information with (Dunn & Schweitzer, 2004) and more inclined to harm the envied person 
(Cohen-Charash & Mueller, 2007). Episodic envy has also been shown to motivate various 
forms of unethical behavior, such as acting dishonestly to hurt the envied target (Gino & Pierce, 
2009a) or not helping the envied target (Gino & Pierce, 2010), and overstating personal 
performance (Gino & Pierce, 2009b). Similarly, situational envy is associated with negative 
outcomes such as decreased pro-social behavior (Kim et al., 2010) and increased social 
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undermining (Duffy et al., 2012). Studies that view envy as being more enduring also show that 
it is associated with negative outcomes. These include depressive tendencies and poor mental 
health (Smith et al., 1999), lower job and group satisfaction, lower organization-based self-
esteem and feelings of group potency, and withdrawal (absenteeism, turnover intentions and 
reduced commitment) (Duffy & Shaw, 2000; Vecchio, 2000, 2005). 
 Overall, from this perspective, envy is associated with strong negative action tendencies. 
Thus, one might conclude that the action tendencies of envy are exclusively negative and no 
doubt lead to negative outcomes. While empirical work on factors moderating envy’s effects has 
been limited, recent research finds that envy may have no effects on counterproductive behavior 
in situations where the envious person has been treated in a fair manner (Cohen-Charash & 
Mueller, 2007). Another study finds that envy’s effects on the tendency to overstate one’s 
performance may depend on perceptions of the extent to which others are wealthy (Gino & 
Pierce, 2009b). Specifically, the presence of abundant wealth provoked feelings of envy towards 
wealthy others that in turn leads to unethical behavior in terms of overstating one’s performance. 
These examples suggest that various key individual and situational factors are likely to moderate 
envy’s effects. 
Alternate View 
 Although the volume of empirical evidence linking envy with negative outcomes 
continues to grow, recent work shows that the negative effects generally attributed to envy may 
not occur under certain conditions. Furthermore, recent empirical research suggests that envy 
may lead to certain positive outcomes. These include increased admiration for the envied target 
(van de Ven, Zeelenberg, & Pieters, 2009), enhanced work motivation (Cohen-Charash, 2009), a 
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greater willingness to learn from the envied person (Cohen-Charash, 2009), and increased job 
performance (Schaubroeck & Lam, 2004). These empirical findings cannot be explained or 
understood in terms of the mainstream theories of envy. 
These studies support the views of some earlier scholars who posited the existence of 
another form of envy that is benign, emulative, and admiring in nature (Neu, 1980; Parrott, 1991; 
Rawls, 1971). In contrast to malicious envy, benign envy is seen as an important source of 
motivation for self-improvement that need not be achieved at the expense of others. This view 
suggests that benign envy is oriented towards addressing the imbalance in social conditions in a 
socially positive manner: by raising oneself rather than bringing down others. Indeed, recent 
empirical findings have shown that the psychological experience of benign and malicious envy 
are distinct, with benign envy providing unique impetus to raise oneself, rather than to lower 
others (van de Ven et al., 2009). 
In summary, the alternate view of envy is associated with positive action tendencies. 
Although research on benign envy departs from the traditional view of “malicious envy” by 
focusing on the positive aspects of envy, it shares one important limitation with traditional envy 
research. That is, malicious envy is linked primarily to negative outcomes, and benign envy is 
linked primarily to positive outcomes. Thus, this approach fails to explain, for any given 
situation, why one form of envy and its accompanying set of action tendencies, is more likely to 
determine behavior than another. Furthermore, it is limited in explaining the psychological 
processes linking envy with behavioral outcomes or the factors moderating these relationships. 
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Integrative View of Envy 
The pain of envy is fundamental to the way in which malicious envy and benign envy are 
defined and understood. On the one hand, Smith and Kim (2007: 47) define envy as “an 
unpleasant and often painful blend of feelings” associated with unfavorable social comparisons. 
On the other hand, van de Ven et al., (2009) argue that benign envy entails pain and frustration 
with another’s superiority. Tai et al. (2012) synthesized these two perspectives of envy and 
argued that the aspect of experienced pain at another’s good fortune is indeed the defining 
quality of envy. Indeed, the pain of envy is central to the way in which envy has been 
conceptualized from antiquity (e.g., Plato). Consistent with this view, research from 
neuroscience finds that the experience of envy is linked with the activation of the anterior 
cingulate cortex (ACC), a region of the brain associated with the experience of physical and 
social pain (Takahashi et al., 2009). 
 The fundamental human drives to approach pleasure and to avoid pain are well 
established (Gray, 1987). Thus, people are motivated to avoid painful emotions like envy by 
using various strategies to reduce the unpleasantness (Baumeister, Heatherton & Tice, 1994; 
MacDonald & Leary, 2005). They can respond by reacting with hostility and resentment towards 
the target and, at the extreme, even sabotaging the person (Cohen-Charash & Mueller, 2007; 
Vecchio, 1997, 2007). Such actions can reduce the perceived gap between oneself and the target. 
Although this has been the principal focus of attention for envy scholars, it has not been 
established whether this is the only possible response or the most adaptive one. They can also 
respond positively by raising themselves to match the level of the envied target (van de Ven et 
al., 2009).  
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Thus, it appears that envy consists of two action tendencies which relieve one from the 
frustrating envious experience. On one hand, one can perceive envy as a threat and try to bring 
down the envied target. On the other hand, one can perceive envy as a challenge and try to 
improve one’s position to match the envied target (van de Ven et al., 2009). Both the threat-
oriented and the challenge-oriented action tendencies are equally likely to be activated and be co-
present in an envious experience (Tai et al., 2012). In other words, the presence of one action 
tendency does not preclude the other. This understanding of the action tendencies of envy is 
consistent with the view that complex social emotions like envy, jealousy and shame are 
complex emotions with multiple action tendencies (Frijda, Kuipers, & ter Schure, 1989). This 
suggests that envy can lead to both negative and positive consequences. However, the extent to 
which envy may lead to negative and/or positive consequences may depend on certain key 
moderating factors (Tai et al., 2012).  
Summary 
In summary, the traditional view of envy proposes that envy is closely aligned with 
negative attitudes and behaviors. In contrast, the alternate view of envy proposes that envy may 
be adaptive and aligns it with positive outcomes. The integrative view of envy seeks to reconcile 
these two views of envy by simply conceptualizing envy as pain arising from unfavorable or 
upward social comparison. In doing so, this approach departs from the major traditions of envy 
scholarship by separating envy from its consequences and by acknowledging the potential for a 
singular form of envy to be associated with consequences that are positive as well as negative. 
Importantly, this view also proposes that the extent to which envy leads to both negative and 
positive outcomes depends on key psychological factors. 
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Chapter 3 – Interpersonal Consequences of Envy 
Building on the understanding that envy activates both threat-and challenge-oriented 
tendencies (Tai et al., 2012), I address the implications of envy for interpersonal behaviors. In 
this chapter, I first develop arguments to illustrate how envy may be associated with both 
positive and negative interpersonal consequences. Next, I discuss how ostracism influences 
interpersonal behaviors before developing my hypotheses for how ostracism may moderate 
envy’s effects on interpersonal behaviors. I then present the method and results for the 
hypotheses testing.    
Envy, Pro-social Behavior and Social Undermining 
Envy is a painful emotion that arises when people engage in unfavorable social 
comparison with others (Smith & Kim, 2007; Tai, Narayanan, & McAllister, 2012). Envy has 
been conceptualized in primarily three different ways. First, it can be conceptualized as 
situational - a generalized envy of others in an environment, which can involve multiple 
individuals as referents (e.g., Duffy & Shaw, 2000; Duffy et al., 2012). Second, it has also been 
studied as a disposition, which focuses on the propensity to envy (e.g., Smith et al., 1999). 
However, in both these conceptualizations, it is not possible to predict how envy would lead to 
interpersonal behaviors directed at the specific envied target. Finally, envy has also been 
conceptualized as episodic - involving a specific individual as a referent (e.g., Cohen-Charash, 
2009). Using this conceptualization, I am able to examine how envious parties would behave 
towards specific envied targets. In this study, I examine episodic envy at the dyadic level and its 
effects on pro-social behavior and social undermining towards the envied target.  
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Recent organizational studies suggest that envious employees may treat their co-workers 
negatively by withholding pro-social behaviors or increasing interpersonal deviant behaviors. 
For example, in a sample of front-line hotel employees, employees’ feelings of envy predicted 
decreased pro-social behaviors towards co-workers (Kim et al., 2010). In student teams, envy has 
been shown to lead to social undermining for individuals who do not identify with their peers or 
teams (Duffy et al., 2012). Another recent study involving hotel service employees shows that 
dispositional envy exacerbates the negative effects of low quality leader-member relationship on 
employees’ interpersonal deviant behaviors (Kim, Jung, & Lee, 2012). Overall, these findings 
suggest that envy may be associated with reduced pro-social behaviors and/or increased social 
undermining. 
In contrast to the view that envy may lead to decreased pro-social behaviors and 
increased social undermining, there is indirect evidence to suggest otherwise; that envy may 
drive increased pro-social behaviors and decreased social undermining. For example, people may 
perform citizenship behaviors when they believe it will advance their status and images 
(Eastman, 1994; Hui, Lam, & Law, 2000) and this should be even more likely to occur when the 
recipient of the citizenship behavior is a high-status individual such as an envied target. In 
addition, helping the envied target may provide the envious party with the opportunity to be a 
part of a successful in-group (Tai et al., 2012). Thus, increased pro-social behaviors directed at 
the envied target may occur as a “strategic” self-interested response. The increased pro-social 
behaviors should also be accompanied by a concomitant decrease in social undermining. 
Building on these arguments, envy may be associated with increased pro-social behaviors and 
decreased social undermining directed towards the envied target. 
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Taking these two views together, it appears that envy has the potential to lead to both 
positive and negative interpersonal outcomes (Tai et al., 2012). Therefore, I do not predict a 
main effect of envy on pro-social behavior as well as on social undermining. Once the measure 
of envy decouples the substance from its consequences, the effects of envy on pro-social 
behavior and social undermining toward a given target are not obvious. When we separate the 
negative consequences of envy (e.g. resentment towards the envied target) from its substance, 
then the measure of envy will not confound the substance of envy from its consequences. It is 
possible that the extent to which envy affects target-directed pro-social behaviors and social 
undermining may depend on a key moderating variable - ostracism. 
Ostracism, Pro-social Behavior and Social Undermining 
 The need to establish and maintain social connections and attachments to others is a 
fundamental human need (Baumeister & Leary, 1995). Exclusion from social groups may thwart 
this fundamental need and lead to negative cognitive, behavioral, and affective consequences 
(Baumeister, Brewer, Tice, & Twenge, 2007; Williams, 2007). Ostracism is the experience of 
being overlooked, excluded, or ignored by other individuals or groups (Williams, 1997, 2007) 
and occurs in a variety of life domains, including organizational settings (Ferris, Brown, Berry, 
& Lian, 2008; Robinson, O’Reilly, & Wang, 2013). Although ostracism is surprisingly prevalent, 
organizational scholars have started to examine its downstream consequences only in the past 
decade.  
Research has documented the negative consequences of workplace ostracism. For 
example, workplace ostracism has been linked with lower job satisfaction, lower affective 
organizational commitment (Ferris et al., 2008), greater withdrawal (O’Reilly & Robinson, 
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2009), and decreased job performance (O’Reilly & Robinson, 2009; Wu, Wei, & Hui, 2011). 
Furthermore, workplace ostracism is associated with negative interpersonal outcomes, including 
decreased citizenship behavior (Balliet & Ferris, 2013; Ferris et al., 2008; O’Reilly & Robinson, 
2009), and increased deviant behaviors (Ferris et al., 2008). Although one would expect 
ostracized individuals to seek to social reconnection by acting more pro-socially and less anti-
socially, research has shown that ostracized individuals may sometimes behave in maladaptive 
way that isolates them even further (Baumeister, Brewer, Tice, & Twenge, 2007; Derfler-Rozin, 
Pillutla, & Thau, 2010). Ostracized individuals may engage in these socially maladaptive 
behaviors because they may experience heightened sensitivity towards the possibility of being 
ostracized again and wish to avoid it, so much so that they may behave in an anti-social manner 
(Baumeister et al., 2007; Gerber & Wheeler, 2009).  
Moderating Role of Ostracism 
Negative work events, such as ostracism, may influence the effects of envy on 
interpersonal behaviors such as pro-social behavior and social undermining. Events at work may 
result in immediate affective responses, which can in turn influence behaviors and attitudes 
(Weiss & Cropanzano, 1996). Thus, upward comparison events at work may result in envy, 
which then influences people’s interpersonal behaviors.  People may also encounter other events 
in the course of their daily work and these work events may influence the effects of envy on 
interpersonal behavior. I propose that workplace ostracism, a negative interpersonal work event, 
may affect the relationship between envy, pro-social behavior and social undermining.   
Since envy and ostracism are both negative interpersonal experiences at work, one might 
argue that they are likely to have a negative multiplicative effect on target-directed interpersonal 
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behaviors, suggesting that they should interact and result in higher levels of decreased pro-social 
behavior and increased social undermining directed at the envied target. However, existing 
research has not examined whether this is the case. To the contrary, I suggest that envy and 
ostracism may interact to drive interpersonal behaviors in positive ways. In the following 
section, I outline the theoretical arguments for how and why ostracism may moderate the 
relationship between envy and pro-social behaviors as well as the relationship between envy and 
social undermining.    
For employees who feel ostracized by others at work, the experience of envy may drive 
increased pro-social behaviors and reduced social undermining towards the envied co-worker in 
order to restore their thwarted sense of belongingness and regain social connection. Ostracized 
individuals may have heightened sensitivity about how they are perceived and valued by others 
as they are motivated to gain interpersonal reconnection (Allen & Babcock, 2003; Maner, 
DeWall, Schaller, & Baumeister, 2007). The heightened sensitivity may then lead them to search 
for interpersonal signals indicative of a risk of them being excluded. Thus, it is possible that 
ostracized individuals may interpret feelings of envy as a signal of potential exclusion, and this 
perceived anticipated exclusion may result in pro-social behavior (Richman & Leary, 2009). 
Indeed, when people perceive that they are at risk of being excluded by others, they may increase 
their efforts to socially connect with others (Allen & Babcock, 2003; Derfler-Rozin, Pillutla, & 
Thau, 2010; Pillutla & Thau, 2009). Thus, envious individuals who feel ostracized might 
increase their pro-social behaviors and reduce their social undermining towards the envied co-
worker in order to restore their threatened sense of belongingness and rebuild social connection. 
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Beyond restoring threatened psychological needs, ostracized individuals who experience 
envy may help more and undermine less when they identify with the envied target and view them 
positively. People are more motivated to engage in positive interpersonal behaviors when they 
have been ostracized by a group they identify with than by a group they do not identify with 
(Gómez, Morales, Hart, Vázquez, & Swann, 2011; Robinson et al., 2013). In some cases, 
envious individuals who feel ostracized may identify more with the envied targets because they 
can serve as positive role models who can inspire and motivate envious parties to emulate them 
(Cohen-Charash, 2009; Lockwood & Kunda, 1997; Lockwood, Jordan, & Kunda, 2002). 
Therefore, these individuals may be more likely to act pro-socially towards the envied co-worker 
and also less likely to act anti-socially towards them. To that end, such behaviors can elevate the 
envious employee’s social status and increase the likelihood of them being included in the envied 
co-worker’s successful in-group (Tai et al., 2012). 
Taking these arguments together, I hypothesize the following:   
Hypothesis 1: The relationship between envy and pro-social behavior becomes 
increasingly positive as ostracism increases.    
Hypothesis 2: The relationship between envy and social undermining becomes 
increasingly negative as ostracism increases.    
Study 1 Method 
Sample and Procedure 
Two-wave data was collected from full-time employees at a testing and assessment 
company in India. In the first wave (Time 1), an online self-report survey was administered to all 
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employees in the organization. The director of the company notified employees of the study and 
its goals via email one day prior to the study. Participants were given twelve days to complete 
the survey and reminder emails were sent to increase response rates. A total of 137 employees 
completed Time 1 questionnaires (a 60 percent approximate response rate). In this survey, 
employees were also asked to list down names of up to five co-workers whom they interact most 
with for work-related matters where work-related matters are defined as activities that are 
necessary to accomplish work goals. Employees then rated their frequency of work-related 
interaction with these co-workers on a 7-point Likert scale. Based on the names listed, I matched 
employees and created dyads where each individual in a dyad rated each other on various 
questionnaires in Time 2 survey. For employees whose names were indicated more than five 
times in total by other co-workers, I constrained and match these employees based on the highest 
frequency of work-related interaction as reported by their co-worker. For example, if Employee 
B rated Employee A with a higher frequency of work-related interaction as compared to 
Employee C, then I will match Employee A with Employee B as a dyad. Each employee can be 
in a minimum of one dyad to a maximum of five dyads. After I created the matched dyads, I 
conducted the second wave of data collection approximately six weeks later which followed the 
same online procedure in Time 1. A total of 97 employees from Time 1 wave completed Time 2 
questionnaires (a 71 percent approximate response rate). The final sample consisted of 19 
women and 78 men. There were 135 matched dyads where each employee is in a minimum of 
one dyad to a maximum of five dyads. The employees averaged 29.6 years of age and 2.9 years 




Episodic envy (Time 2). Episodic envy was measured with the social comparison factor 
of the episodic envy scale which consists of four items (Cohen-Charash, 2009). Specifically, 
employees were asked to rate their feelings of envy towards the colleagues (a minimum of one 
and a maximum of five) whom they listed down and rated their frequency of work-related 
interaction in Time 1. Sample items include “A desire to have what X has” and “X has things 
going better for him/her than I do.” All items were rated on a 9-point Likert scale (1 = not 
characteristic at all and 9 = extremely characteristic) (α = .89).    
Workplace Ostracism (Time 2). Workplace ostracism was measured with a ten item 
measure (Ferris et al., 2008). Sample items include “Others ignored you at work” and “Others at 
work treated you as if you weren’t there.” All items were rated on a 7-point scale (1 = never to 7 
= always) (α = 94). 
Pro-social behaviors (Time 2). Pro-social behaviors were measured with the 
Interpersonal Citizenship Behavior Scale (Settoon & Mossholder, 2002). Respondents rated their 
colleagues’ (names listed down in Time 1) interpersonal behaviors towards them at work. Due to 
practical constraints on the length of the questionnaire, I included eight items instead of the 
original fourteen item scale. I used the eight items that were of the highest factor loadings in 
Settoon & Mossholder, (2002). Four items measured person-focused interpersonal citizenship 
behaviors (e.g., “X takes time to listen to my problems and worries.”) and four items measured 
task-focused interpersonal citizenship behaviors (e.g., “X takes on extra responsibilities in order 
to help me when things get demanding at work.”). All items were anchored on a 5-point Likert 
scale (1 = strongly disagree and 5 = strongly agree) (α = .95). 
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Social undermining (Time 2). I measured social undermining using six items from 
Duffy, Ganster, & Pagon (2002). Due to concerns with the length of the questionnaire, I used six 
items that were of the highest factor loadings from the original fourteen item scale. Participants 
responded to the six-item measured anchored on a 6-point scale (1 = never and 6 = everyday), 
which asked them whether they had been in a situation where their colleagues (names listed 
down in Time 1) engaged in behaviors such as “insulted you” and “talked bad about you behind 
your back.” (α = .93). 
Control variables (Time 1). I included age, gender as control variables as they might be 
related to perceptions of social interactions, social comparisons, pro-social behavior as well as 
anti-social behavior (e.g., Duffy, Ganster, Shaw, Johnson, & Pagon, 2006; Duffy et al., 2012; 
Tepper, 2000). Following Duffy et al. (2012), I controlled for procedural justice as it may be 
related to envy, pro-social behaviors and anti social behaviors (Cohen-Charash & Mueller, 2007; 
Duffy et al., 2002). Procedural justice was measured using five items which assessed the degree 
to which job decisions included mechanisms that incorporated the gathering of accurate and 
unbiased information, an appeals process and employee voice (Niehoff & Moorman, 1993) (α = 
.77). Importantly, I controlled for situational envy as I wanted to demonstrate that over and 
beyond situational envy, episodic envy and ostracism may still affect pro-social behavior and 
social undermining. Situational envy was assessed with a three item measure (Vecchio, 1995; 
1999). Sample items include “At work, I see myself as an underdog who isn’t taken as seriously 
as others.” All items were rated on a 5-point Likert scale (α = .60).  
Results 
To address the potential for response and self-selection bias, I coded respondents who 
participated at time 1 and time 2 as 1 and coded those who participated at time 1 as 0 and 
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included this dichotomy as the dependent variable in a logistic regression analysis with several 
demographic variables (age, gender, and tenure). No variable in the equation was significant. 
Table 1 presents descriptive statistics, bivariate correlations, and Cronbach’s alphas for all the 
variables. Among the control variables, age gender and procedural justice were not correlated 
with any of the study variables. 
----------------------------------------------- 
Insert Table 1 about here 
----------------------------------------------- 
Tests of Hypotheses 
 I analyzed the data using two-level hierarchical cross-classified random models 
(Raudenbush & Bryk, 2002), which treat dyadic episodes as nested both within agents (of pro-
social behavior or undermining) and the recipients (the person to whom the pro-social behaviors 
or undermining is directed). This analysis partitions the total variance in the dependent variable 
into three components: variance across agent-recipient dyads, variance across agents (e.g., in the 
mean level of pro-social behavior that different agents exhibit across all their colleagues), and 
variance across recipients (e.g., in the mean level of pro-social behavior that different recipients 
perceive across all agents that they rated).  
The first two models examined the different sources of variance in pro-social behavior 
and undermining. The following model was run, once with pro-social behavior as the dependent 
measure and once with undermining (both rated by the recipient) as the dependent measure (I 
indicates dyad number, j indicates agent number, and k indicates recipient number): 
Level-1 model: DependentMeasureijk = π0jk + eijk  
Level-2 model: π0jk = θ0 + b00j + c00k 
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Here, Var(eijk) represents variance in the dependent measure across dyads, var(b00j) represents 
variance in the mean dependent measure across agents, while var(c00k) represents variance in the 
mean dependent measure across recipients. For pro-social behavior, var(eijk) = 0.843, var(b00j) = 
0.158, and var(c00k) = 0.720, indicating that most of the variance is across dyads and between 
recipients of help. Similarly, for undermining, var(eijk) = 0.445, var(b00j) = 0.124, and var(c00k) = 
0.548, indicating that most of the variance is across dyads and between recipients of help. 
 I next added the degree of episodic envy that the agent experienced towards the specific 
recipient of pro-social behavior/undermining (centered), and the extent to which the agent felt 
ostracized in the workplace in general (centered) as predictors in our two models: 
Level-1 model:  
DependentMeasureijk = π0jk + π1jk*Envyjk + eijk  
Level-2 model:  
π0jk = θ0 +  01*Ostracismj+ b00j + c00k 
π1jk = θ1 +  11*Ostracismj+ b10j + c10k 
For pro-social behavior as the dependent measure, the main effect of envy was non-
significant, θ1 = 0.019, SE = 0.027, z = 0.71, p > .47. Supporting Hypothesis 1, a significant main 
effect of ostracism indicated that ostracized individuals were less likely to engage in pro-social 
behavior across all recipients,  01 = -0.258, SE = .099, z = 2.62, p < .01. As predicted, in the 
presence of greater ostracism, envy towards a particular recipient led to greater pro-social 
behavior,  11 = 0.063, SE = 0.031, z = 2.05, p = .04. Thus, Hypothesis 3 was supported. As 
shown in Table 2, a second model adding gender, age, procedural justice score, and situational 
envy to the model did not change this pattern of results, and none of the control variables were 




Insert Table 2 about here 
---------------------------------------------- 
In addition to plotting the interaction (see Figure 1), I also conducted a simple slope 
analysis to probe for interaction effects (Preacher, Curran, & Bauer, 2006). The simple slope 
regression of pro-social behavior onto envy under high ostracism was marginally significant 
(simple slope = .08), t(95) = 1.83, p < .10. For low ostracism, the relationship between envy and 
pro-social behavior was non-significant (simple slope = -.03), t(95) = -.94, p = n.s. Thus, the 
simple slopes results suggest that experiencing high levels of envy was marginally associated 
with increased pro-social behavior for individuals with high levels of perceived ostracism. In 
contrast, envy was not associated with pro-social behavior for individuals with low levels of 
perceived ostracism.  
----------------------------------------------- 
Insert Figure 1 about here 
----------------------------------------------- 
I also conducted the same set of analyses for person-focused interpersonal behaviors and 
task-focused behaviors. For person-focused interpersonal behavior, the main effect of envy was 
non-significant, θ1 = 0.01, SE = .03, z = 0.23, p = .82. The main effect of ostracism was 
significant, θ1 = -.26, SE = .10, z = -2.54, p = .01. The interaction effect of envy and ostracism 
was also significant, θ1 = .07, SE = .03, z = 2.14, p = .03. For task-focused interpersonal 
behavior, the main effect of envy was non-significant, θ1 = 0.04, SE = .03, z = 1.18, p = .24. The 
main effect of ostracism was significant, θ1 = -.26, SE = .11, z = -2.36, p = .02. The interaction 
effect of envy and ostracism was non-significant, θ1 = .06, SE = .03, z = 1.70, p = .09.  
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For undermining as the dependent measure, the main effect of envy was non-significant, 
θ1 = -0.007, SE = 0.016, z = 0.43, p > .66. The main effect of ostracism was also non-significant, 
 01 = 0.064, SE = .057, z = 1.13, p > .25. Therefore, Hypothesis 2 was not supported. However, 
as predicted, in the presence of greater ostracism, envy toward a particular recipient led to less 
undermining,  11 = -0.034, SE = 0.017, z = 1.95, p = .05 (see Table 3). Thus, Hypothesis 4 was 
supported. As shown in Table 3, a second model adding gender, age, procedural justice score, 
and situational envy to the model did not change this pattern of results, and none of the control 
variables were significant, p’s > .18. 
----------------------------------------------- 
Insert Table 3 about here 
----------------------------------------------- 
I plotted the interaction graph of envy and ostracism on social undermining (see Figure 
2). Simple slope analysis showed that the regression of social undermining onto envy under high 
ostracism was marginally significant (simple slope = -.04), t(95) = -1.59, p = .10. In contrast, for 
low ostracism, the relationship between envy and social undermining was non-significant 
(simple slope = .02), t(95) = 1.06, p = n.s. Therefore, experiencing high levels of envy was 
marginally associated with decreased social undermining for individuals with high levels of 
perceived ostracism. In contrast, envy was not related to social undermining for individuals with 
low levels of perceived ostracism.  
----------------------------------------------- 




 In summary, three out of four hypotheses were supported. That is, ostracism was 
negatively related to target-directed pro-social behavior. Furthermore, ostracism moderated the 
relationship between envy and pro-social behavior. Ostracism also moderated the effects of envy 
on social undermining. The results did not support Hypothesis 2 which proposed that ostracism 
was positively related to target-directed social undermining. 
Discussion 
Implications for Theory and Research 
 I developed and tested a model that explicates under what circumstances employees 
engage in both pro-social behavior and social undermining in response to envy. Data from a two-
wave study of employees in a testing and assessment company largely supported the hypotheses. 
Replicating previous research, ostracism was negatively related to pro-social behavior. However, 
ostracism did not predict social undermining. Importantly, results indicated that episodic envy 
led to higher levels of pro-social behavior and lower levels of social undermining when 
employees felt more ostracized at work than when employees felt less ostracized at work. 
This research adds to the growing literature on the effects of envy on interpersonal 
behaviors. Past research tends to focus on situational envy (Duffy et al., 2012; Kim et al., 2010) 
or dispositional envy (e.g., Smith et al., 1999; Duffy & Shaw, 2000) and their downstream 
effects. In both these conceptualizations, it is not possible to predict how envy would lead to 
interpersonal behaviors directed at the specific envied target. In contrast, this study examined 
episodic envy at the dyadic level which involves a specific referent and its subsequent effects on 
interpersonal behaviors directed at the envied target. By doing so, I am able to examine how 
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envious parties would behave towards specific envied targets. Furthermore, another novel 
contribution of this research is that I considered how envy and ostracism, both negative work 
experiences, can have independent and interactive effects on pro-social behavior and social 
undermining directed at the envied target.  
Although I did not find a main effect of envy on both social undermining and pro-social 
behaviors, recent research has documented a positive relationship between envy and social 
undermining (Duffy et al., 2012) and a negative relationship between envy and pro-social 
behaviors (Kim et al., 2010). The inconsistent results may be explained by the use of different 
envy measures. Whereas Duffy et al. (2012) and Kim et al., (2010) used the situational envy 
measure by Vecchio (2000), I used the episodic envy measure by Cohen-Charash (2009). The 
situational envy measure may capture some of envy’s negative aspects (e.g., It is somewhat 
annoying to see others have all the luck in getting the best assignments). In this study, I used 
Cohen-Charash’s (2009) four item measure that focuses on the upward comparison aspects of 
envy in which the items are worded more neutrally (e.g., A desire to have what X has). Thus, the 
slightly negative operationalization of envy in the situational envy measure may have contributed 
to the findings in Duffy et al. (2012). The findings show that envy may not predict negative 
interpersonal behaviors if the operational measure is not fixated upon envy’s negative aspects, 
but rather the effects of envy on interpersonal outcomes may be moderated by ostracism. 
 Supporting recent research, I found that ostracism predicted decreased pro-social 
behavior (Balliet & Ferris, in press Ferris et al., 2008; O’Reilly & Robinson, 2009). However, 
ostracism did not predict social undermining. One reason for the null effect could be that social 
undermining is an anti-social behavior that is overt and conspicuous (Duffy et al., 2002) and 
 27 
 
ostracized individuals are aware that it can be interpersonally costly as undermining others may 
scupper their attempts to regain social connection and lead to further ostracizing. In contrast, 
withholding help represents a more covert means in response to ostracism.  
The pattern of results for the interaction between envy and ostracism seems to be driven 
by the motivation to build social connections rather than by negative affect. Given that envy is an 
unpleasant emotion (Smith & Kim, 2007) and that ostracism reduces positive mood and 
increases negative mood (see Gerber & Wheeler, 2009, for a meta-analysis), one might expect 
the negative affect from both envy and ostracism to predict reduced pro-social behavior and 
increased undermining. However, the results suggest otherwise and do not seem to be driven by 
emotions. Rather, the results suggest that ostracized individuals who experience envy engage in 
both increased pro-social behavior and decreased social undermining directed towards the envied 
co-worker in order to regain their thwarted sense of belongingness and rebuild social 
connections.  
Ostracized employees who feel envious should experience a considerable amount of 
social pain. Recent evidence from neuroscience validates this view by showing that the brain 
regions associated with pain (i.e. the anterior cingulated cortex) are activated by the experience 
of envy (Takahashi et al., 2009) as well as the experience of ostracism (Einsberger, Lieberman, 
& Williams, 2003). Thus, experiencing both envy and ostracism may hurt even more. Although 
people can reduce social pain by engaging in negative retaliatory interpersonal behaviors 
(Richman & Leary, 2009; Twenge, Baumeister, DeWall, Ciarocco, & Bartels, 2001), it might not 
be the default or most adaptive response. Indeed, the current findings suggest that people may 
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alleviate the pain of envy and ostracism in a socially functional and adaptive manner by helping 
and not undermining others. 
Although I used hierarchical linear modeling to analyze the data, an alternative way to 
analyze the data might be social network analyses. Indeed, given that agents are connected with 
multiple recipients and recipients are connected with multiple agents, it is possible to create a 
network of envy. For example, some employees might be central actors in the social network and 
they are likely to be targets of envy, whereas some employees might be peripheral actors and 
they are likely to be envious parties.     
Implications for practice 
Managers may be able to communicate and reinforce the notion that exemplary 
employees are positive role models whom fellow co-workers can feel good about and learn from. 
Indeed, targets of envy can serve as positive role models who elicit positive affect in others and 
may motivate others to be as successful as they are (Cohen-Charash, 2009; Lockwood & Kunda, 
1997; Lockwood et al., 2002). To that end, ostracized employees who experience envy at work 
are likely to engage in positive interpersonal behaviors directed towards the envied co-worker as 
they want to be socially connected and be included as part of a successful in-group.  
Furthermore, leaders may consider strengthening the group identity such that envied 
employees within the group are viewed as favorable in-group members. Envious individuals are 
more likely to view an envied target as a potential role model if the envied target is an in-group 
member (Tai et al., 2012). In addition, when people are ostracized by groups whom they identify 
with, they show even more motivation to regain connection with them by engaging in positive 
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interpersonal behaviors (Gómez et al., 2011; Robinson et al., 2013). To that extent, ostracized 
individuals who feel envious may show even greater motivation to treat the envied co-worker 
positively when the envied co-worker is seen as a favorable in-group member. 
Limitations 
 This study has several limitations. First, the findings may not be generalizable across 
organizations and contexts. Second, the focal study variables – episodic envy, ostracism, pro-
social behavior, and social undermining – were collected at the same time, thereby limiting 
causal inferences. Future research could adopt longitudinal designs that capture fluctuations in 
episodic envy, perceived ostracism, and interpersonal behaviors over time. Alternatively, 
researchers may experimentally manipulate envy and ostracism to establish causality.  
Third, I measured envy with the episodic envy scale that is intended to reflect 
individuals’ envy of a specific referent in their work environment. However, one might argue 
that episodic envy might be driven by one’s dispositional envy. In addition, the items on the 
comparison factor of the episodic envy scale (Cohen-Charash, 2009) are mostly indirect in that 
they refer to the social comparison aspect, with the exception of one item directly measuring 
envy. Although I did not control for dispositional envy, I controlled for situational envy which 
helps to strengthen our findings. Nonetheless, future research may compare and contrast different 
approaches to the measurement of envy, such as including self-report measures of invidious pain 
and augmenting it with psycho-physiological measures (see Tai et al., 2012).   
Future Research Questions 
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 In the current study, the measure of workplace ostracism is a global measure and it is not 
relationship-specific. It is possible that the co-workers whom focal employees listed down in 
Time 1 are not the co-workers who ostracized the focal employees. This implies that the envied 
target might not be part of the group who ostracized the focal employee. However, the 
workgroups in this organization are intact and closely knitted groups and they are not transient 
members who traverse in and out of different groups. Thus, it is likely that the targets of envy are 
also within the workgroup who ostracized the focal employee. Nonetheless, it might be worthy 
of future research to examine envy, ostracism and target-directed pro-social behaviors and social 
undermining at the dyadic level.  
The current research raises several important questions and highlights potential avenues 
for future research. One important future research question concerns the mediating mechanism 
underlying the moderated relationship between envy and ostracism in predicting pro-social 
behavior and social undermining. One potential psychological mechanism might be perceived 
belongingness. Feelings of envy may signal to the envious party that the envied target has 
excluded them because the envious party may think that they are not part of the envied target’s 
successful in-group. It is possible that envious individuals who are ostracized are even more 
likely to perceive envy as a form of rejection and this might further exacerbate the already 
threatened sense of belonging. In turn, the threatened sense of belonging might increase helping 
and reduce undermining as these behaviors may serve to restore the thwarted sense of 
belongingness. Future research may examine a moderated mediation model which jointly 
examines perceived belongingness as the mediating mechanism, and employees’ perceived 
ostracism as the moderator of the relationships between envy, perceived belongingness, and 
interpersonal behaviors.  
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 Future studies may also explore other potential moderators that are relational in nature. 
For instance, one potential relational moderator might be rejection sensitivity. Individuals who 
are high on rejection sensitivity anxiously expect, readily perceive, and overreact to rejection 
(Downey, Feldman, Khuri, & Friedman, 1994; Feldman & Downey, 1996). Previous research 
has shown that people who are high on rejection sensitivity tend to show negative reactions, such 
as hostility (Downey, Freitas, Michaelis, & Khouri, 1998) and aggression (Ayduk, Downey, 
Testa, Yen, & Shoda, 1999; Ayduk, Gyurak, & Luerssen, 2008) in response to perceived 
rejection. It is possible that individuals who are high on rejection sensitivity may negatively 
perceive the experience of envy and behave anti-socially towards the envied co-worker. 
Besides social undermining, future research could examine other forms of deviant 
behaviors that are more ambiguous and subtle in nature. One class of such deviant behaviors is 
incivility. Workplace incivility is defined as “low-intensity deviant behavior with ambiguous 
intent to harm the target in violation of workplace norms for mutual respect” (Andersson & 
Pearson, 1999, p. 457) and is typically characterized by rude and disrespectful behaviors (e.g., 
sarcastic remarks, ignoring co-workers). Whereas workplace incivility is ambiguous in nature, 
social undermining involves a clear intent to thwart the victim’s goals or undermine the victim’s 
sense of self-worth (Duffy, Ganster, & Pagon, 2002; Hobbler & Brass, 2006; Vinokur & van 
Ryn, 1993). Given that open expressions of envy are often socially sanctioned, people may use 
more covert means, such as incivility, to restore balance with envied targets (Tai et al., 2012).  
I collected the data in an organization in India and the results might be culturally bound. 
Previous cross-cultural studies indicate that the Indian culture is predominantly collectivistic 
(Sinha, Sinha, Verma, & Sinha, 2001; Verma, 1999). In these cultures, the self is construed as 
part of a larger whole and defined in terms of connections to significant others and groups and 
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this conceptualization of the self is known as interdependent self-construal (Markus & Kitayama, 
1991). Members in individualistic cultures and collectivistic cultures are likely to differ in their 
interdependent self-construals (Cross, Morris, & Gore, 2002). On one hand, members of East 
Asian cultures will not only include individual relationships (e.g., mother, spouse) but they will 
also include important in-groups (e.g., work peers) in the self. On the other hand, members of 
Western cultures are more likely to include individual relationships than particular in-groups in 
the self (Cross et al., 2002). This suggests that the focal employees in the study are likely to 
include their co-workers in the relational self and seek to maintain harmony in these 
relationships. Therefore in this cultural context, ostracize individuals who feel envious might be 
motivated to engage in positive interpersonal behaviors as a means to reconnect and maintain 
interpersonal harmony. In contrast, employees in the Western cultures are less likely to include 
their co-workers in the self and ostracized employees might react negatively in response to envy. 
Thus, the findings could be a function of the interdependent self-construals across cultures. 










Chapter 4 – Misprediction Errors of the Envied 
 In Chapter 4, I examine whether people who feel envied mispredict the affective 
reactions of others toward them. Specifically, I explore if people tend to overestimate or 
underestimate how positively others view them when they are the target of envy. In the following 
sections, I will provide the rationale for my hypotheses by drawing on self-enhancement theory, 
research on self-evaluations, and sensitivity about being the target of a threatening upward 
comparison (STTUC) theory. 
Self-enhancement theory 
Self-enhancement theory proposes that people are motivated to increase their feelings of 
positive worth (see Kwang & Swann, 2010, for a review; Swann, Griffin Jr, Predmore, & 
Gaines, 1987; Swann, Pelham, & Krull, 1989). People desire to increase the positivity and/or 
reduce the negativity of their self view (see Leary, 2007, for a review). Due to the need to view 
oneself positively, research has shown that people tend to engage in self-serving biases that 
presumably enable them to maintain a positive self-concept. For example, one of these self-
serving strategies is illustrated by the better-than-average effect where people tend to evaluate 
themselves more favorably than others on a range of desired attributes and qualities (e.g., Alicke, 
1985, Alicke, Klotz, Breitenbecher, Yurak, & Vredenburg, 1995; Dunning, Meyerowitz, & 
Holzberg, 1989). Another example of a self-serving bias is the tendency to attribute positive 
outcomes to the self and attribute negative outcomes to external factors (e.g. Blaine & Crocker, 
1993; Fitch, 1970). Overall, research on self-enhancement motives suggests that in general, 
people tend to overestimate their positive attributes and/or underestimate their negative attributes 
when they evaluate themselves. 
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When individuals perceive themselves to be the target of envy, they may be even more 
likely to overestimate their positive attributes and this in turn may affect how they perceive 
others view them. This is because people who feel envied may perceive that others view them 
more positively on account of their superior achievements. Moreover, if feelings of being envied 
by others are accompanied by increased felt responsibility and obligation to others, as well as 
greater commitment to sharing one’s expertise, knowledge, and resources with them (Tai et al., 
2012), then people who feel envied may see themselves as potential role models for others and 
therefore more likely to overestimate how positive others view them.   
Due to their superior advantage over others, individuals who feel envied are likely to 
have a positive self-regard and that may influence how they think others perceive them. In a 
recent study, Rodriguez Mosquera et al., (2010) reported that envied targets derive pleasure from 
being envied because envious others’ coveting boosted the envied targets’ self-image. Envied 
targets’ positive self-regard may in turn affect people’s liking towards them. According to the 
self-broadcasting perspective, people’s self-evaluations may affect the way they present 
themselves to others and thus influence how much others like them (Buhrmester, Furmann, 
Wittenberg, & Reis, 1988; Taylor & Brown, 1988). This implies that in general, a more positive 
self-evaluation should lead to a greater liking by others (Srivastava & Beer, 2005), or at least be 
related to a greater perceived liking by others. Thus, the increased positive self-regard, as a result 
of feeling envied, may in turn be associated with greater perceived liking by others.    
In sum, empirical research suggests that more positive self-evaluations should be related 
to greater perceived liking by others. I argue that individuals who feel envied are even more 
likely to have a greater positive self-regard on account of their desirable superior achievements 
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or qualities. This may then lead people who feel envied to overestimate how positively others 
view them. Thus, I hypothesize the following.  
Hypothesis 3a: Individuals will overestimate how positive others view them when they 
perceive themselves to be the target of envy.               
Sensitivity about being the target of a threatening upward comparison (STTUC) 
Although in the previous section, I argued that people may overestimate how positive 
others view them when they perceive themselves to be the target of envy, there is some empirical 
evidence to suggest otherwise. Studies on upward comparison targets suggest that people may 
experience discomfort and even distress when they feel envied (Exline & Zell, 2012; Henagen, 
2010; Henagen & Bedeian, 2009). According to sensitivity about being the target of a 
threatening upward comparison (STTUC) framework, people will experience outperform-related 
distress when three conditions are fulfilled (Exline & Lobel, 1999; 2001). First, they perceive 
themselves to be a target of upward social comparison. Second, they perceive themselves to be a 
threat to the outperformed person on account of the upward comparison. Third, they express 
concern about how the outperformed person would respond. From the standpoint of STTUC, 
individuals who feel envied may experience outperformance related distress when they perceive 
themselves to a threat and also express concern about the threatened person’s response.  
Given the fundamental need to belong (see Baumeister & Leary, 1995 for a review), 
envied targets may express concern that their superior achievements may threaten others and 
harm interpersonal relations and this may then result in envious targets underestimating how 
positively envious others perceive them. Recent research shows that positive feelings of 
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outperforming others may diminish when outperformers are concerned about the outperformed 
person’s response (Henagan, 2010; Koch & Metcalfe, 2011). Therefore, individuals who feel 
envied may believe that their superior advantage will provoke negative behavioral responses 
from others, such as being the target of undermining and ostracism. In line with this argument, 
recent research shows that European Americans who feel envied expected envious others to 
display more ill-will and hostility towards them (Rodriguez Mosquera et al., 2010). Thus, 
heightened sensitivity towards the responses of envious others may result in envious targets 
underestimating how positively envious others perceive them.   
Furthermore, research shows that upward comparison targets may cope with others’ envy 
via different strategies such as modest self-presentation (Brigham, 1996; Cross, Coleman, & 
Terhaar-Yonkers, 1991), appeasement (Zell & Exline, 2010), and decreasing sensitivity to 
others. The fact that upward comparison targets engage in this myriad of social strategies to 
reduce envy suggests that envied targets think that envious parties may hold negative perceptions 
about them and this may lead them to underestimate how positively envious parties view them. 
Overall, building on the STTUC framework, people who feel envied may experience 
outperformance-related distress. In particular, they may be concerned about how envious others 
perceive them and their responses towards them. These concerns may then lead envied targets to 
underestimate how positively others view them. These arguments suggest a competing 
hypothesis. 
Hypothesis 3b: Individuals will underestimate how positive others view them when they 
perceive themselves to be the target of envy.               
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In summary, two streams of psychological research seem to suggest opposite predictions 
with regards to how people who feel envied may mispredict others’ affective reactions towards 
them. On one hand, given that people who feel envied are likely to experience a more positive 
self-regard and that a more positive self-regard is associated with greater liking by others, this 
should imply that people who feel envied are likely to overestimate how positive others view 
them. On the other hand, people who perceive themselves to be the target of envy may 
experience distress and discomfort because they think that they are being viewed as a threat by 
others (Exline & Lobel, 1999). Such outperformance-related distress may stem from different 
concerns such as fear of rejection and/or retaliation from others. Therefore, individuals who feel 
envied may underestimate how positively others view them because of the threat posed to others 
on account of their superior achievements. I tested these two competing hypotheses in two 
scenario studies. 
Study 2 
To test my hypotheses, I conducted a study where participants were exposed to the same 
scenario in which they read about two students studying in the same university. One student had 
more superior academic achievements than the other. After reading the scenario, participants 
were randomly assigned to take the perspective of either the student with more superior 
achievements (envied target) or the one with less (envious target). Depending on which 
perspective they take, participants were then either asked to rate how positive the envious target 






Participants and Design 
 Participants were 55 undergraduates (25 women and 30 men) who participated for course 
credit. Study 2 had two between-participants conditions: envied vs. envious. 
Procedure 
 All participants were exposed to the same scenario in which they read about two students 
studying in the same university. In the scenario, the first student – Chris – was described as a 
fourth-year student with exemplary academic achievements who has been accorded the 
“Outstanding Student Achievement Award” by the university and has been chosen as the 
valedictorian for the upcoming graduation ceremony. The scenario also included a description of 
Jamie, a fourth-year peer of Chris, who has been achieving an academic record comparable to 
the protagonist previously but has fallen behind during the last two years in university. 
Additionally, it is mentioned that many of the fourth-year peers from the same faculty like Jamie 
would want to be in Chris’s position (see Appendix 2 for description of the scenario). 
Positive Perceptions 
After reading the scenario, participants were randomly assigned to take the perspective of 
Chris (envied target) or Jamie (envious target). In the envied condition, participants were asked 
to imagine that they were Chris (envied target) and rate how positive Jamie (envious target) 
perceives them. The scale consisted of 7 items (e.g., “I think I will be liked by Jamie,” “I think I 
will be respected by Jamie.”), anchored on a 7 point scale (1 = not at all and 7 = very much). In 
the envious condition, participants were asked to imagine that they were Jamie (envious target) 
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and rate how they perceive Chris. The scale is similar in form and parallel to that of those in the 
envied condition and also consisted of 7 items (e.g., “How much do you like Chris?”, “How 
much do you respect Chris?”), anchored on the same 7 point scale. I averaged participants’ 
responses to create a positive perceptions measure (α=.88) (see Appendix 2 for the scale). 
Lastly, participants filled in manipulation check items. In the envied condition, 
participants rated a single item (“To what extent do you think Jamie will envy you for your 
superior achievements?”) which is anchored on a 7 point Likert scale (1 = not at all to 7 = very 
much). In the envious condition, participants rated the same item of a similar form but worded 
from the perspective of the envious (e.g., “To what extent do you envy Chris for his superior 
achievements?”). The single item is also anchored on a 7 point Likert scale (1 = not at all to 7 = 
very much). After completing the study, participants received course credit and were debriefed 
before being dismissed. None of the participants reported any suspicion about the study and its 
purpose. 
Results 
Preliminary analyses did not show significant effects of participant gender, therefore I did 
not include gender in subsequent analyses.   
Manipulation Check 
 I consider the manipulation check to be successful if the manipulation check item was 
rated significantly above the midpoint of the scale (i.e., 4 on the 7 point scale). In the envied 
condition, participants rated that the envied target (Chris) perceives that the envious target 
(Jamie) will envy him, (M = 4.89, SD = 1.03), t(27) = 4.58, p <. 001. In the envious condition, 
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participants rated that the envious target (Jamie) envies the envied target (Chris), (M =4.85, SD = 
1.51), t(26) = 4.85, p <. 001. Thus, the manipulation was successful. 
Positive Perceptions 
I conducted an independent t-test to compare participants’ positive perceptions between 
the envied and envious condition. Participants in the envious condition had more positive 
perceptions of the envied target (Chris) (M = 5.11, SD = .92) than participants in the envied 
condition where they think that the envious target (Jamie) will have comparatively less positive 
perceptions of them (Chris) (M = 4.59, SD = .89), t(53) = 2.11, p < .05. In other words, the 
current findings show that individuals who perceive themselves to be envied underestimate how 
positive envious targets view them.    
Study 3 
Study 3 tests the primary hypothesis with a different scenario that occurs in an 
organizational setting rather than in an academic setting as in Study 3. Additionally, Study 3 was 
conducted online with a US sample. Thus, Study 3 also sought to replicate the findings of Study 
2 cross-culturally. All participants were exposed to a scenario where they read about two 
employees working in the same organization. One employee had more superior achievements at 
work than the other. Similar to Study 2, participants were randomly assigned to take the 
perspective of either the employee with more superior achievements (envied target) or the one 
with less (envious target).   
Method 
Participants and Design 
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 Participants were recruited online (N = 71, 24 women and 47 men, US residents only) 
using Amazon’s Mechanical Turk (www.mturk.com; see Buhrmester, Kwang, & Gosling, 2011; 
Horton, Rand, & Zeckhauser, 2011). Study 3 had two between-participants conditions: envied 
vs. envious. 
Procedure 
 All participants read the same scenario describing two employees working in the same 
organization. In the scenario, the first employee – Chris – was described as a superior employee 
who has joined the organization for two years. Due to his superior work achievements, Chris will 
be receiving his promotion in a few weeks and he is widely tipped to be the favorite for a 
coveted overseas position.  The scenario also included a description of Jamie, who has also 
worked in the same organization as Chris for two years. Jamie was described as a good 
performer at work and is recognized by his superiors for his efforts and contributions to the 
organization. However, Chris’s achievements at work have clearly surpassed Jamie in the past 
year. Furthermore, it is mentioned that many of Chris’s co-workers from the same department 
like Jamie would want to be in Chris’s position (see Appendix 2 for description of the scenario). 
Positive Perceptions 
After reading the scenario, participants were randomly assigned to take the perspective of 
Chris (envied target) or Jamie (envious target). In the envied condition, participants were asked 
to imagine that they were Chris (envied target) and rate how positive Jamie (envious target) 
perceives them. Participants rated on the same 7 items as the participants in the envied condition 
in Study 2. In the envious condition, participants were asked to imagine that they were Jamie 
(envious target) and rate how they perceive Chris. The scale consisted of the same 7 items as in 
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the envious condition in Study 2, anchored on the same 7 point scale. I averaged participants’ 
responses to create a positive perceptions measure (α=.91). 
Next, participants filled in the same manipulation check item as in Study 2. After 
completing the study, participants received course credit and were debriefed before being 
dismissed. None of the participants reported any suspicion about the study and its purpose. 
Results 
As in Study 2, preliminary analyses did not show significant effects of participant gender, 
therefore I did not include gender as a factor in subsequent analyses.   
Manipulation Check 
 I conducted the same manipulation check as in Study 2. In the envious condition, 
participants who took the perspective of the envious party felt marginally envious of the envied 
target (M = 4.54, SD = 1.68), t(36) = 4.54, p = .06. In the envied condition, participants who took 
the perspective of the envied target perceived that the envious target (Jamie) envied them, (M = 
5.15, SD = 1.33), t(33) = 5.03, p <. 001. Thus, the manipulations were successful. 
Positive Perceptions 
An independent t-test was conducted to compare participants’ positive perceptions 
between the envied and envious condition. Participants in the envious condition had more 
positive perceptions of the envied target (Chris) (M = 4.56, SD = 1.17) than participants in the 
envied condition where they perceive that the envious target (Jamie) will have comparatively 
less positive perceptions of them (Chris) (M = 3.87, SD = 1.17), t(69) = 2.45, p < .05. Thus, the 
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finding of Study 3 replicates that of Study 2 where participants who perceive themselves to be 
envied underestimate how positive envious targets view them. Furthermore, the results are 
obtained with a scenario study set in an organization and with a US sample. 
Discussion  
Across two scenario studies, individuals who feel envied tend to underestimate how 
positive envious others perceive them. This finding is consistent with STTUC theory where 
envied targets may perceive themselves to a threat and are concerned about the threatened 
person’s response. It is possible that people who feel envied may think that envious others hold 
them in high regard and perceive them as potential role models and therefore may overestimate 
how positively envious others view them. However, the results seem to suggest that when people 
feel envied, they may be even more concerned about being a perceived threat towards envious 
others and their potential negative responses. This heightened interpersonal sensitivity towards 
envious others may in part explain the underestimation error. In addition to underestimating how 
positively envious others perceive them, envied targets may also overestimate how negatively 
envious others view them.     
The current findings may provide some insight into some of the recent research about the 
experience of feeling envied and the coping strategies of envied targets. Recent research finds 
that people fear the feeling of being envied (van de Ven et al., 2010). It is possible that people 
fear the feeling of being envied because they may erroneously underestimate how positive 
envious others view them and think that envious others will act negatively towards them. In 
another recent study, Rodriguez et al., 2010 reported that people who feel envied tend to behave 
nicer and deflect attention from themselves in order to appease the envious parties. This finding 
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can also be partially explained by the fact that envied targets underestimate how positively 
envious others view them and in order to reduce the envy of others, they may engage in a myriad 
of appeasement strategies. 
Limitations and Future Research 
 There are some limitations with the current research that may be addressed with future 
studies. First, the current findings are obtained with two scenario studies that involve individuals 
having to imagine themselves as either the envied target or the envious target. Therefore, it 
remains unclear whether the results will still hold if participants themselves are experimentally 
induced to feel envied or envious. Thus, a laboratory study, where participants either go through 
experimental manipulations of feeling envied and feeling envious, would lend more confidence 
and robustness to the current findings. Given that feeling envied may be associated with 
outperformance-related distress, I predict that the effects might be even stronger as the distress 
might be even more pronounced when participants themselves are the envied targets as 
compared to when they imagine themselves to be the envied target. However, it is also possible 
that in a laboratory study, envious parties might hold less positive perceptions due to the visceral 
nature of envy. Furthermore, I did not have a control condition – no envy condition – in both 
studies. Given that in general, people tend to overestimate how positive others view them, one 
might argue that envy magnifies the self-serving bias and future research can explore this 
possibility. 
 Future studies may include two additional control conditions to supplement the two 
conditions from the current set of studies (i.e. envy with own perspective and envy with others’ 
perspective). Given that Hypotheses 3a and 3b concerns the effects of envy, follow-up studies 
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should experimentally manipulate envy rather than treat it as a constant. In the no-envy, own 
perspective condition, participants could be presented with a scenario in which there was no 
mention of envy (or of the character Jamie), and then asked to take the perspective of Chris, and 
to rate Chris from his own perspective. In the no-envy, others’ perspective condition, participants 
could be exposed to a scenario without any mention of envy and rating Chris from the 
participant’s own perspective. The difference between these two conditions would be a measure 
of the self-serving bias. An interesting result would then be that the presence of envy reverses the 
self-serving bias observed in the two control conditions.    
Although I found evidence that is consistent with the STTUC framework, it is possible 
that individuals who feel envied may be underestimating how positively others view them as a 
form of self-enhancement. Indeed, there are multiple routes to self-enhancement, and one of 
them is self-handicapping. Therefore, it is plausible that that envied targets may engage in self-
handicapping by lowering expectations others may have of them. Therefore, future research may 
examine this possibility.  
 The psychological mechanisms behind the effects of feeling envied on the 
underestimation error remain unclear. One potential mediating mechanism could be threat 
cognitions. As mentioned in prior sections, the STTUC model suggests that envied targets may 
perceive themselves to be a threat to envious others which means envious targets are likely to 
think that envious others may hold negative perceptions about them. These threat cognitions may 
in turn influence how envied targets perceive envious others view them. 
 Future research could also examine the boundary conditions under which individuals are 
more likely to underestimate or overestimate how positively others view them. Certain key 
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individual differences, such as narcissism, may play a role in moderating the purported effects. 
Narcissists have a grandiose and inflated but unstable sense of self (Bushman & Baumeister, 
1998; Campbell, Rudich, & Sedikides, 2002; Kernis, Grannemann, & Barclay, 1989). In the 
context of feeling envied, narcissists may be likely to take more pleasure in being envied as it 
serves to validate and fuel their inflated and unstable self-esteems. Thus, the intrapersonal 
benefits of being envied as opposed to interpersonal costs of being envied may appear more 
salient to them. Consistent with this observation, recent research finds that narcissism predicted 
positive emotions in response to outperformance (Exline & Zell, 2012). Additionally, narcissists 
might even have a misrepresented view of how envious others them, such as erroneously 
thinking that envious others view them as positive role models, and as a result overestimate how 
positively envious others perceive them. Another individual difference moderator could be 
STTUC. For example, if an individual is low on STTUC, it means that he or she is less sensitive 
about how outperformed others will feel threatened and express concern towards them. As a 
result, they are less likely to underestimate how positively envious others view them.  
Besides individual differences, situational factors may also affect envied targets’ meta- 
accuracy. One potential situational moderator at the workplace could be the competitive climate 
of the organization. A competitive psychological climate is the extent to which employees 
perceive organizational rewards to be dependent on their relative performance with their peers 
(Brown, Cron, & Slocum, 1998). The contributing factors to a competitive climate include 
perceptions of differential reward distribution, evaluations of relative performance, perceiving 
competition from others, and frequent status comparisons (see Fletcher, Major, & Davis, 2008). 
If envied targets perceive their organizational climate to be highly competitive, they are likely to 
think that their envious co-workers will react negatively to their superior achievements due to the 
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frequent upward social comparisons at work. Thus in a competitive organizational climate, 


















Chapter 5 – General Discussion and Conclusion 
In order to have a more holistic understanding of envy, it is important to examine the 
effects of envy and feeling envied. Although envy is rampant at the workplace, scholars have 
only recently begun to examine the individual and collective consequences of workplace envy. 
Furthermore, the experience of envy does not only affect the envious but also the envied. 
Nonetheless, organizational scholars have not paid much attention to the experience and 
consequences of feeling envied. Therefore, in my dissertation, I examine the consequences of 
envy and feeling envied. 
The first part of my dissertation examines the effects of envy on pro-social behavior and 
social undermining. The study in Chapter 3 aims to contribute to the literature on envy in several 
ways. First, existing research tends to examine situational envy and its effects on interpersonal 
citizenship behaviors and social undermining towards generalized others (e.g., Duffy & Shaw, 
2000; Duffy et al., 2012; Kim, O’Neill & Cho, 2010). In contrast, the present study examines 
episodic envy at a dyadic level, involving specific individuals as referents (Cohen-Charash, 
2009; Tai et al., 2012) and its effects on both negative and positive interpersonal behaviors 
directed towards the envied target. By doing so, I am able to examine how envious parties would 
behave towards specific envied targets. Second, this study demonstrates that envy may not 
necessarily predict negative interpersonal behaviors when the operational measure is not fixated 
upon envy’s negative aspects, but rather the effects of envy on interpersonal outcomes may be 
moderated by other variables. Third, I consider how envy and ostracism, both negative work 
experiences, can have independent and interactive effects on pro-social behavior and social 
undermining directed at the envied target.  
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In Chapter 4, the study on meta-perceptions of feeling envied contributes to the literature 
on feeling envied in two ways. First, extant research on the experience of being envied is scant 
and the current study may provide some insight into the social cognitive processes behind the 
experience of feeling envied. Second, the study may help to explain some of the recent findings 
in the literature on feeling envied. For example, a recent study finds that people may fear the 
feeling of being envied (van de Ven, Zeelenberg, & Pieters, 2010) but little is known about the 
psychological mechanisms behind why that is the case. In addition, Rodriguez et al., (2010) 
reported that individuals who perceived themselves to be the target of envy often behave better 
and attempt to deflect attention from themselves so as to appease the envious parties. My study 
may unravel the psychological mechanisms that may partially explain why people fear the 
feeling of being envied and why envied targets often try to appease envious parties.  
This chapter is organized into three sections. The first section is the summary of the main 
findings of this dissertation. The second section discusses suggestions for future research 
directions for envy and feeling envied from a broader and general standpoint. The third section is 
the concluding remarks. 
Summary 
In the first part of my dissertation, I investigated the relationships between envy and 
interpersonal behaviors. In particular, I explored how episodic envy may affect pro-social 
behaviors and social undermining directed at the envied target. Importantly, I proposed that 
workplace ostracism may moderate the effects of envy on both target-directed pro-social 
behaviors and social undermining. To test these relationships, I conducted a two-wave survey 
study with a testing and assessment company (Study 1). Results indicated that envy led to 
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increased pro-social behavior and reduced social undermining for employees who felt more 
ostracized, but not for employees who felt less ostracized. The findings suggest that ostracized 
employees who feel envious may attempt to regain their thwarted sense of belongingness in a 
socially functional and adaptive manner by helping and not undermining others. 
In the second part of my dissertation, I examined the meta-accuracy of feeling envied. I 
tested whether people overestimate or underestimate how positively others view them when they 
are the targets of envy in two scenario studies (Study 2 and Study 3). Results revealed that 
individuals who feel envied tend to underestimate how positive envious others perceive them. 
This finding is consistent with STTUC theory where envied targets may perceive themselves to 
be a threat and are concerned about the threatened person’s response. The results suggest that 
when people feel envied, they may experience heightened interpersonal sensitivity towards 
envious others and that may contribute to the underestimation error. 
Future Research Directions 
Future research should take into account the bi-directional influence of the envious and 
the envied. Indeed, it is not only important to understand how the experiences of both envy and 
feeling envied can independently lead to outcomes but also how the bi-directional influence of 
the envious and the envied can affect outcomes at different levels. For example, the heightened 
interpersonal sensitivity on the part of the envied target may result in appeasement strategies to 
alleviate the pain of envy felt by the envious party (Exline & Lobel, 1999; Exline & Zell, 2012). 
From a theoretical perspective, it might be beneficial to examine the psychological processes 
underlying this bi-directional influences and how they might interact in different ways to 
produce different outcomes. 
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 From a methodological standpoint, future research on episodic envy could consider 
adopting the Actor-Partner Interdependence Model (APIM, Kashy & Kenny, 2000) to account 
for interdependencies that exist within dyads. APIM is a dyadic analytical approach for non-
independent data that allows the separate estimation of the influence of an actor’s independent 
variable score on an actor’s dependent variable score (the actor effect) as well as on the partner’s 
dependent variable score (the partner’s effect). Organizational scholars have started to adopt the 
APIM approach in different research areas, such as trust (Ferrin, Bligh, & Kohles, 2008) and 
negotiations (Curhan & Pentland, 2007; Turel, 2010). Future studies on episodic envy may also 
consider a research design and analytical method that allows actors and partners to interact with 
each other simultaneously, model effects between both parties, and examines the unfolding of 
envious feelings and its effects over time.  
 Besides studying the experience and consequences of envy and feeling envied, future 
research could also study their antecedents to broaden the nomological network of envy. For 
instance, low self-esteem has been linked to increased feelings of envy (Smith et al., 1999; 
Vecchio, 2005). In contrast, narcissism, which is associated with an inflated but unstable self-
esteem, is associated with positive emotions at being an outperformer (e.g. an envied target) 
(Exline & Zell, 2012). In sum, future research could investigate the predictors of envy and 
feeling envied which can contribute to a more comprehensive understanding of envy. 
Conclusion 
In conclusion, my dissertation advances theory and research on envy and feeling envied. 
Specifically, I found that ostracism was negatively related to pro-social behavior. More 
importantly, envy led to increased pro-social behavior and reduced social undermining for 
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employees who felt more ostracized, but not for employees who felt less ostracized at work. I 
also found that individuals who feel envied tend to underestimate how positive envious others 
perceive them. Overall, the dissertation serves to broaden the scope and understanding of envy 
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Descriptive Statistics, Alpha Coefficients, and Correlations 
 
Variable  M  SD α 1 2 3 4 5 6 7 8 
1. Ostracism 1.55 0.87 .94 - 
2. Envy 3.75 2.26 .89 .25** - 
3. Pro-social behavior 3.16 1.12 .95  -.10† .03 - 
4. Social undermining 1.30 0.69 .93  -.03     .02   -.18** - 
5. Age 29.6 5.72 -  -.16**  -.15** .11 -.08 - 
6. Gender - - -   .01 .15* .08    .05  .21* - 
7. Procedural justice 4.82 1.03 .77  -.15*    -.02 .07 -.04  .25*   .13* - 
8. Situational envy 3.70 .70 .60   .27** .15*    -.07 .02 -.26** -.18** -.37** - 
 
Note.    n = 270. For gender, 0 = female, 1 = male. 








Moderated Regression Analyses Predicting Pro-social Behavior 
 
 
 Pro-social Behavior            95% CI 
Variables b             s.e.         z        p     Lower              Upper 
Age  .01          .01         .67      .50   -.02                 .04 
Gender  .05          .19         .24      .81   -.03                 .41 
Procedural Justice           .01          .07          .20      .84   -.13                 .16 
Situational Envy           .03          .08          .32      .75   -.13                 .19 
Ostracism          -.26          .11         -2.42    .02*   -.48                -.05 
Target-Specific Envy           .02          .03          .84      .40   -.03                 .08 
Target-Specific Envy 
X Ostracism           .06          .03         1.93     .05*   -.00                 .13 
   
Note. n = 97.  Values in bold are relevant to tests of hypothesis. 
















Moderated Regression Analyses Predicting Social Undermining 
 
 
 Social Undermining            95% CI 
Variables b             s.e.         z        p     Lower              Upper 
Age               -.00          .01       -.06      .57   -.02                 .01 
Gender                .12          .11       1.05      .29   -.10                 .34 
Procedural Justice               -.06          .04      -1.32     .19   -.14                 .03 
Situational Envy               -.01          .05        -.13     .90   -.10                 .09 
Ostracism               -.06          .06        .99       .32   -.06                 .19 
Target-Specific Envy               -.01          .02        -.62     .53   -.04                 .02 
Target-Specific Envy X 
Ostracism               -.04          .02       -1.99     .05*   -.07                -.00 
   
Note. n = 97.  Values in bold are relevant to tests of hypothesis. 















Figure 1. Interaction effect of envy and ostracism on pro-social behavior. High and low levels of 












Figure 2. Interaction effect of envy and ostracism on social undermining. High and low levels of 











Study 1: Text of emails sent to respondents for Time 1 data collection 
 
Dear (Name of Employee)  
(Name of organization) is embarking on a research project in collaboration with researchers at 
the National University of Singapore (NUS). The objective of the project is to understand the 
work climate at (Name of organization) with regard to collaboration between people in a team 
and across teams. The project at (Name of organization) will help gather data to validate a new 
hypothesis on how people collaborate and are motivated to perform better.  This is cutting edge 
research and is being led by Dr. Jayanth Narayanan, an Asst. Professor at the NUS School of 
Business and his PhD Student Kenneth Tai.  
As part of this project (Name of organization) will get an overall organizational climate report as 
well as each individual will get a personality assessment report.  
To be a part of this survey, you have to do two exercises: 
Part 1: An online survey which you have to take by accessing this weblink : This will take about 
20 minutes of your time. 
[Link to survey] 
Part 2: A second activity which will be administered either face to face or via facebook like 
platform. This will be done a couple of weeks later.  
Confidentiality of all data will be maintained and (Name of organization) will only have access 
to aggregate data and not your individual responses. Therefore please be as candid and open as 












Study 1: Text of emails sent to respondents for Time 2 data collection 
 
Dear (Name of Employee), 
Thank you participating in the first phase of the research that (Name of organization) is 
undertaking in collaboration with NUS. It is 12/12/12 and is time for a new beginning. So we are 
launching the second and final phase of this study. There are also opportunities to win prizes this 
time – an iPad Mini or an iPod Nano.  It will take you between 15-20 min of your time to 
complete this survey. 
Click on the link below with the login details provided to participate in the survey. 
[Link to survey] 
User Name: XX 
Password: XX 
The deadline to complete this survey is 25th December. Please DO NOT forward this link to 
anyone else. This email is meant solely for your use and please complete this survey when you 
can set aside 15-20 minutes of time for yourself.  












Study 1: Study materials 
Frequency of work-related interaction 
Please enter names of 5 UP TO colleagues whom you interact most with for work-related matters 
at your current organization. Work-related matters mean those activities are necessary for you to 
accomplish your work goals.  
 
Alongside each of them, please enter a number that corresponds to how frequently you interact 
with them.  
 
1=Not at all Frequent to 7=Very Frequently 
 
1st colleague, Name, Frequency of interaction (1 to 7) 
2nd colleague, Name, Frequency of interaction (1 to 7) 
3rd colleague, Name, Frequency of interaction (1 to 7) 
4th colleague, Name, Frequency of interaction (1 to 7) 
5th colleague, Name, Frequency of interaction (1 to 7) 
Below is a list of statements that describes your feelings towards the colleague indicated below. 
Using the 9-point scale provided, please write down the number that most accurately describes 
your emotion towards this colleague. 
Episodic envy 
1. A desire to have what X has 
2. Feeling lacking some of the things X has 
3. X has things going better for him/her than I do 
4. Envious of X 
Below is a list of statements dealing with general perceptions at the workplace. Using the 7-point 
scale provided, please indicate the number that best describes your response. 
Workplace Ostracism 
1. Others ignore you at work        
2. Others left the area when you entered       
3. Your greetings have gone unanswered at work     
4. You involuntarily sat alone in a crowded lunchroom at work   
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5. Others avoided you at work        
6. You notice others would not look at you at work      
7. Others at work shut you out of the conversation      
8. Others refuse to talk to you at work        
9. Others at work treated you as if you weren’t there     
10. Others at work did not invite you      
Pro-social behaviors 
1. X listens to me when I have to get something off my chest 
2. X takes time to listen to my problems and worries 
3. X takes a personal interest in me. 
4. X shows concern and courtesy towards me, even under the most trying business 
situations 
5. X takes on extra responsibilities in order to help me when things get demanding at work. 
6. X helps me with difficult assignments, even when assistance is not directly requested 
7. X assists me with heavy loads even when it is not part of his/her job 
8. X helps me when I am running behind in my work activities 
Social undermining 
1. Insulted you 
2. Gave you the silent treatment 
3. Spread rumours about you 
4. Delayed work to make you look bad or slow you down 
5. Talk bad about you behind your back 
6. Criticized the way you handled things on the job in a way that was not helpful 
Control Variables 
Situational envy 
Below is a list of statements dealing with general perceptions at the workplace. Using the 5-point 
scale provided, please indicate the number that best describes your response. 
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1. My supervisor values the efforts of others more than he/she values my efforts 
2. I don’t know why, but I seem to be the underdog at work. 
3. It is somewhat annoying to see others have all the luck in getting the best assignments 
Procedural Justice 
1. Job decisions are made by the general manager in an unbiased manner 
2. My general manager makes sure that all employee concerns are heard before job 
decisions are made 
3. To make job decisions, my general collects accurate and complete information 
4. My general manager clarifies decisions and provides additional information when 
requested by employees 















Study 2: Study Materials 
Scenario  
Please write the following scenario carefully. 
Chris is a fourth-year student with an excellent GPA score that puts him in strong contention for 
first-class honors. To date, Chris has been in the dean’s list for every semester and he has 
recently been offered a prestigious scholarship to pursue graduate education. On account of his 
exemplary academic record, Chris has been selected by the faculty to attend a reputable student 
exchange program that accepts less than twenty international students from top schools over the 
world. Chris has been head-hunted by many top companies in your field. In fact, a number of 
these companies have expressed a strong interest in hiring Chris. 
Because of his superior academic record as well as noteworthy contributions and excellence 
achieved beyond the academic curriculum, Chris has been accorded the “Outstanding Student 
Achievement Award” by the university. Based on his significant achievements, Chris has been 
chosen as the valedictorian for this year’s graduation ceremony.  
Indeed, Chris’s outstanding accomplishments have attracted the attention of your peers. Jamie, 
who is one of Chris’s peers since junior college, has achieved a comparable academic record to 
yours upon graduating from junior college. Both of them went on to pursue the same major in 
university. However by the 2nd year in university, Chris academic record has clearly surpassed 
that of Jamie’s. Like Jamie, it is not surprising that many of Chris’s fourth-year peers from the 
same faculty would want to be in his current position. 
Positive Perception Scale (Envious Condition) 
Imagine you are Jamie as depicted in the scenario and answer the following questions 
accordingly. 
1. How much do you like Chris? 
2. How much do you respect Chris? 
3. How popular will Chris be with you? 
4. How much do you look up to Chris? 
5. How much do you approve of Chris? 
6. How much do you want to interact with Chris? 




Positive Perception Scale (Envied Condition) 
Imagine you are Chris as depicted in the scenario and answer the following questions 
accordingly. 
1. I think I will be liked by Jamie. 
2. I think I will be respected by Jamie. 
3. I think I will be popular with Jamie. 
4. I think Jamie will look up to me. 
5. I think Jamie will approve of me. 
6. I think Jamie would like to interact with me. 














Study 3: Study Materials 
Scenario  
Please write the following scenario carefully. 
Chris is an employee at a reputable multinational company and he has worked in this 
organization for two years. He performs well on the job and is often praised at work by his 
manager. Because of his superior performance and positive work attitude, Chris has been 
assigned more important tasks at work. Recently, the company secured a lucrative contract from 
a reputable client and Chris played an important role throughout the entire process. Due to his 
significant contribution, Chris received a larger bonus in comparison to his colleagues. In 
addition, Chris will be receiving his promotion in a few weeks.  
Recently, the management announced that there is an opening for an overseas position. This 
overseas posting allows employees to gain international exposure as well as learn more about the 
organization’s operations. Indeed, this opportunity is recognized as a springboard to a managerial 
position. On account of his exceptional achievements, Chris has been widely tipped to be the 
favorite for this coveted overseas position.  
Indeed, Chris's outstanding accomplishments have attracted the attention of his colleagues. 
Jamie, who joined the company at the same time as Chris, works in the same department. Jamie 
is also a good performer at work and is recognized by his superior for his efforts and significant 
contributions to the organizations. When they first joined the department, both of them were 
thought to have great potential and the management viewed them as the best recruits they have 
had in years. However, Chris’s achievements at work have clearly surpassed that of Jamie’s in 
the past year. Like Jamie, it is not surprising that many of Chris's co-workers from the same 
department would want to be in his current position. 
Positive Perception Scale (Envious Condition) 
Imagine you are Jamie as depicted in the scenario and answer the following questions 
accordingly. 
8. How much do you like Chris? 
9. How much do you respect Chris? 
10. How popular will Chris be with you? 
11. How much do you look up to Chris? 
12. How much do you approve of Chris? 
13. How much do you want to interact with Chris? 
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14. If Chris is in trouble, how likely are you to help Chris? 
Positive Perception Scale (Envied Condition) 
Imagine you are Chris as depicted in the scenario and answer the following questions 
accordingly. 
8. I think I will be liked by Jamie. 
9. I think I will be respected by Jamie. 
10. I think I will be popular with Jamie. 
11. I think Jamie will look up to me. 
12. I think Jamie will approve of me. 
13. I think Jamie would like to interact with me. 
14. If I am in trouble, Jamie will be likely to help me. 
 
 
 
 
 
 
 
 
 
 
 
 
